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The main objective of the study is to examine the effects of employee motivation on organizational performance in Tanzania using a case study of TTCL. Specifically, the study examines the relationship between motivation and organization performance. Furthermore, the study intended to identify the types of motivation offered to TTCL employees. The study also identified the factors affecting employees’ motivation at TTCL. The study employed a mixed research design approach and data were collected using a questionnaire and unstructured interviews. Respondents were obtained using simple random sampling design and data were analyzed using descriptive analysis, Pearson correlation and content analysis. The findings from Pearson correlation revealed that there is a positive correlation between employee motivation and organizational performance. Furthermore, findings also showed that TTCL employees are given promotion, salary increments & fringe benefits, medical allowances, security and capacity building trainings as their motivation. The study found that late promotions, delays in overtime payments, low recognition of workers efforts, and lack of employee motivation package are the key factors affecting employees’ motivation at TTCL. Therefore, the study recommends that in order to improve the employee motivation there should be a timely promotion, increase capacity building trainings, and improve recognition of employee efforts.
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This chapter presents the background of the study, statement of the problem, research objectives and research questions. This chapter also addresses the significance of the study and the organization of the study.

1.2	Background of Information
Every organization and business wants to be successful and have a desire to get constant progress (Manzoor, 2011). A strength of the successful organization or any aspect of any business is almost traced from its motivated employees whose hardworking yields organizational performance. A motivated employee is the one with a set course concerned with a kind of strength that boosts one’s performance and directs towards achieving some definite targets (Kalimullah et al, 2010). Performance of organization and employees’ motivation works parallel to ensure that maximum organizational success is achieved (Muogbo, 2013). In implementing these organizations are using different mechanisms including rewards, social recognition, and team-based methods to motivate employees and enhancing organizational performance.

Globally there are extensive studies that were done to assess the influence of motivation on organizational performance. Some of the existing works including work by is Iliuta (2013), Griffin (2008), Pintrich (2012), George (2018), Matsei (2008), Buguza (2013) Mbogo (2013) and Joseph (2015). The major findings indicate that employee performance depends on a large number of factors, such as motivation, appraisals, job satisfaction, training and development and so on, but this study focuses only on employee motivation on organization performance if an employee got all the factors mentioned it will increase and influence organization performance due to the motivation they got from the organization(Iliuta, 2013), serving employees will maintain a high level of motivation that can push them to perform better (Griffin, 2008), motivation approaches can assist the improvement of worker performance and organization performance (Pintrich, 2012). Furthermore, it was highlighted that motivation of employees is perceived to have a positive impact on the performance of organizations yet many organizations have not realized this, or they have but cannot implement it considering various kinds of motivation such as training, promotion, salary increment, sponsorship for further studies, improving working environment conditions, rewards and praises, many organizations have not adopted these strategies for Improving organization also the study show employees who are motivated highly normally are characterized by high productivity (George, 2018).

In Tanzania, it was revealed that salary increment has an impact on job performance also it shows things like promotion, bonus, and other benefits help an employee to increase and improve employee performance in the organization not only that but some Tanzania organization, institutions managers, directors are the one that they motivate an employee to work and perform well in the organization by providing them different things that motivate workers things like motivational packages which influence performance in the organization (Buguza, 2013). Additionally, it was revealed that motivation seems to be one of the most important tools for retaining employees and increases productivity organizations design motivation systems to encourage employees to perform most effectively and attract potential candidates.

Despite the existing researches, limited works have been done to assess the effects of motivation on organizational performance in a telecommunication company. Therefore, this study specifically intends to shed light by examining the relationship between motivation and organizational performance, to identify types of motivations offered to TTCL employees and in the end to identify factors affecting employee’s motivation at TTCL. This study is important because it will help a company like TTCL and other companies to know how to motivate their employees and increase work efficiency also it will help to provide a positive relationship between employer and employees through motivation.

1.3	Statement of the Problem
Motivation is still a problem for a lot of companies and organization. As an organization that is competing with firms in the private sector that offer similar services, it becomes very paramount for TTCL to survive the current cutthroat competition that exists in the telecommunication industry. Furthermore, TTCL has been facing financial difficulties for many years as a result this affects the ability of the company to motivate its employees. It is evidenced by CAG (2019) reports that TTCL is facing financial instability that made a loss of Tsh 139.6 million. This problem affected TTCLs’ ability to motivate its employees. Not only that but also “there is infrastructure and facilities problem in the company and that most of the facilities are 15 to 20 years ago”. The existed situation discouraged the employee motivation to work hard and deliver organizational goals. To resolve the problem, the government has made some initiatives by buying back shares 35% or the shares from Celtel. Furthermore, the government invested $ 762 million (equal to TSH 1.7 trillion) to rebuild infrastructures, network and to increase market (Masato, 2018). The initiatives were successful because TTCL managed to issue a total of Tsh2.1 billion dividend from the government last year. Despite the initiatives, TTCL employer has failed to motivate their employees hence a good number of employees moved to other mobile phone companies. Since TTCL is facing stiff competition from companies such as Tigo, Vodacom and Airtel it is important for the company to provide the motivation that will boost its employees working morale. Despite significant studies conducted by researchers such as Iliuta (2013), Griffin (2008), Pintrich (2012), George (2018), Matsei (2008), Buguza (2013) Mbogo (2013) and Joseph (2015), some limited researches have been done to examine the effects of motivation on organizational performance using a case of TTCL. Therefore, this study intends to bridge that knowledge gap.

1.4	General Research Objective
To examine effects of employee motivation on organizational performance at Tanzania Telecommunication cooperation limited (TTCL).

1.4.1	Specific Research Objectives
i)	To examine the relationship between motivation and organizational performance
ii)	To identify types of motivations offered to TTCL employees by their employer
iii)	To identify the factors affecting employee’s motivation at TTCL.
	
1.4.2	Research Question
i)	Is there any significant relationship between motivation and organizational performance?
ii)	What types of motivations offered to TTCL employees by their employer?	
  iii)     What are the factors affecting employee’s motivation at TTCL?

1.5	Significance of the Study
The findings of this study will help TTCL to come up with appropriate motivation strategies to boost its employees working morale. The provision of the right strategies will make them feel appreciated for the efforts done. Also, the findings of this study will help policymakers to include issues of motivation when developing company policies as this will positively influence employee’s behaviour towards performing better.

Even though there are extensive studies that have been done on motivation and organizational performance, the findings of this study will highlight key motivation strategies that TTCL employees are receiving from their employer. Also, the factors affecting the provision of motivation strategies at TTCL will be revealed and can be used to generalize it in mobile phone companies.

1.6	Organization of the Study
This study is organized into six chapters. Chapter one presents the background of the study, statement of the problem, research objectives and questions, and the significance of the study. Chapter two introduces the literature review, key definition like employee, organization, performance and theoretical literature review which talks about the theory that was used in this study and other few theories. Also, the chapter shows the research gap and conceptual framework.
  
 Chapter three presents research methodologies used in the study research design, sampling methods, data collection methods, data analysis, validity, reliability of data, questionnaire, and finally the issue of ethical consideration.







This chapter presents the definition of key terms employee, organization performance, motivation. Also, the chapter presents issue like theories of motivation and empirical literature and issue like research gap at the end.

2.2	Definition of Key Terms
2.2.1	Employee
Armstrong (2003) defined employee as an individual who works part-time or full time-time under a contract of employment, whether oral or written, express or implied and has recognized right and duties. Employment and labour relation Act, (2004) defines an employee as an individual who has entered into a contract of employment or has entered into any contract under which the individual undertakes to work personally for the other party to the contract.

2.2.2	Organization Performance 
Pitt and Tucker (2008) defined organization performance as a vital sign of the organization, showing how well activities within a process or the outputs of a process achieve a specific goal. Or Organization performance is the actual output or results of an organization as measured against its intended outputs or goals and objectives.
	
2.2.3	Motivation
Motivation alludes to the strengths inside or past a man that emerges and supports their sense of duty regarding a strategy Boddy (2008). According to Robbins and Decenzo (2008), motivation is the readiness to apply elevated amounts of a push to achieve hierarchical objectives, adopted by endeavours and capacity to fulfil. They additionally declared that motivation is a component of three key components which are exertion, authoritative objectives and requirements. Buckley (2012) explained motivation as the forces acting on or within a person that cause the person to behave in a specific goal-directed manner.

2.3	Theoretical Literature Review
2.3.1	Maslow Hierarchy of Needs Theory
Organizations, regardless of industry and size, strive to create a strong and positive relationship with their employees. However, employees have various competing needs that are driven by different motivators. For example, some employees are motivated by rewards while others focus on achievement or security. Therefore, an organization and its managers need to understand what motivates employees if they intend to maximize organizational performance.

Traditional motivation theories focus on specific elements that motivate employees in pursuit of organizational performance. For example, Maslow hierarchy of needs theory (1943 (​https:​/​​/​www.sciencedirect.com​/​science​/​article​/​pii​/​S2444569X16000068" \l "bib0120​)) states that employees have five levels of needs (physiological, safety, social, ego, and self-actualizing).
People's behaviour is based on their needs Satisfaction of such needs influences their behaviour. Maslow believed that human behaviour is based on their needs. Man is a wanting being, i.e. his wants are growing continuously even when some wants are satisfied. The satisfaction of such needs influences their behaviour. When one need is satisfied, they will move to strive for other needs. Human needs are of a varied and diversified nature. Maslow hierarchy of need theory had the assumption which is explained as follows;

A satisfied need does not motivate Peoples needs are in hierarchical order, starting from basic needs to other higher-level needs. Needs have a definite hierarchy of importance a satisfied need can no longer motivate a person to work; only next-higher level need can motivate him. As soon as needs on a lower level are fulfilled, those on the next level will emerge and demand satisfaction. This suggests that bread (food) is essential and is a primary need of every individual. According to Maslow, "Man does not live by bread alone". This conclusion of Maslow is a practical reality and needs to be given adequate attention while motivating employees to increase organizational performance. Maslow theory had the following assumption;

A satisfied need does not act as a motivator. A person moves to the next higher level of the hierarchy only when the lower need is satisfied. The needs network for most people is complex, with several affecting the behaviour of each person at any one time.

As one need is satisfied, another replaces it A person moves to the next higher level of the hierarchy only when the lower need is satisfied. When one need is satisfied another need emerges to take its place, so people are always striving to satisfy some need. In general, lower-level needs must be satisfied before higher-level needs are activated sufficiently to drive behaviour. 

But according to Abraham Maslow theory presents five tiers of human needs for motivation: physiological, safety, social, self-esteem and self-actualization. This approach is useful for mapping out and fulfilling employee needs because it prioritizes development efforts that progressively build upon each other.  If an employee receives all of those needs probably his working ability will increase and lead to increase organizational performance and those needs are as follow;

Physiological Needs: Physiological necessities as indicated by Maslow (1970) are the essential requirements for survival and esteem to be the most reduced level needs. These requirements included needs like food, water and housing. These are fundamental necessities an individual needs to survive and in actuality can’t manage without it. He was of the solid sentiment that regardless of the possibility that the various needs are unsatisfied then physiological needs will command. 

In as much as physiological needs are unsatisfied, there exist as a driving or inspiring power in man’s life. An eager individual has a felt need and this felt require touches off both (mental and physical) strain and show itself in a way coordinated towards diminishing the said pressure (motivating sustenance to eat) along these lines, individuals will concentrate on exercises that will enable them to survive. Once the craving is fulfilled pressure is decreased and the requirement for nourishment stops to be a helper.
Safety Needs: The following level in the progressive system was what named as wellbeing needs, the scan for the shield, security, solidness, reliance, insurance, flexibility from (hesitation, dread and disorder) and a requirement for structure, request and law. In the work setting these needs to convert into a requirement for no less than the negligible level of business security and the affirmation that we cannot be rejected or sacked on insignificant issues and that proper levels of exertion and efficiency will guarantee proceeded with business.

Social Needs: If a man has initial two levels of requirements very much delighted, the rise of social needs (feeling of belongingness and love) turns into the following goal. At this phase in life, a man longs for the friendship of others and would need to be set in a gathering or family. Relating this to the work setting, as active beings, people have a need to have a place and this must be fulfilled by a capacity to connect with one’s associated and have the capacity to team up viably to accomplish authoritative objectives

Self Esteem Needs: According Maslow esteem needs include self-esteem and esteem of others. Self-esteem involves self-respect, self-confidence, competence, achievement, knowledge and independence. The esteem of others includes reputation, status and recognition

Self-Actualization Needs: These are the requirements for understanding one's maximum capacity, for preceded with self –development for being innovative. It is the longing of getting to be what one is fit for getting to be. It is a limitless and development requirement. It is mental and not very many individuals fulfil it.
This study will focus on Maslow hierarchy theory which is relevant to employee motivation Maslow theory proposed that motivation is the result of a person's attempt at fulfilling five basic needs: physiological, safety, social, esteem and self-actualization. According to Maslow, these needs can create internal pressures that can influence a person's behaviour. Because motivation can be highly individualized, managers use a wide range of techniques to keep their employees motivated and happy; therefore, managers need to understand the psychological processes involved in motivation so that they can effectively direct employees towards organizational performance.

2.3.2	The weakness of Abraham Maslow Hierarchy of Needs Theory
Maslow theory had little weakness which was found by scholars and those weaknesses are as follows.

David (2016) most needs, once met, do not go away another flaw of Maslow’s theory is in assuming that all human needs are hierarchical and that once met, they will go away. Most human needs are pluralistic and can exist across different levels simultaneously. For example, you still need to meet basic needs such as food, shelter, and clothing even after meeting higher-level needs.

 the biggest disadvantage of this theory is that not all individuals think in the same way hence for some individuals social affection and respect are more important than safety needs and that is the reason why one sees many people do a grand ceremony of their children's birthdays or marriages or purchasing expensive cars to show off to society before buying insurance plan for family or purchasing a house for the family as they get more satisfaction from showing off to society than fulfilling safety needs of the family.

Vinish (2018) describe It is very difficult to measure the satisfaction which one gets after satisfying each level of need as it is subjective because it deals with human mind which cannot be predicted by any machine or method. Hence some people will get satisfied even after fulfilling physiological and safety needs while some people will not be satisfied by fulfilling all level of needs.

Necessities are by all account not the only determinant of conduct. There other propelling variables like recognitions, desires and encounters. The chain of importance of necessities is not generally settled. Distinctive individuals may have diverse requests. 

2.3.3	Justification for choosing Maslow Hierarchy of Needs theory
In this study, the selected theory was Maslow hierarchy of needs theory because of its ability to help organizations to understand the basic needs of all of their employees and to get employees to improve on their performance and improve the quality of their results.

Furthermore, Maslow's hierarchy need of theory explains how well it serves to interpret human behaviour and motivation. It has relevance in modern-day applications, especially in the world of business. Managers, for example, can benefit from understanding their employees’ basic human needs of friendship, job security, and recognition for a task well done. Creating an environment which meets these needs will result in self-actualized team members who operate at their full potential for the business.

Additionally, the relevance of this theory and this study is it shows that both Maslow hierarchy theory of needs and employee motivation are matched and depend on one another because employee motivation match the needs and without needs, the motivation of employee will be difficult in the organization performance.  

Also, there are couples of studies that assessed motivation and employed Maslow Hierarchy of needs in their studies. Some of the works including a work by Elibariki (2016) who investigated on effect of motivation on employee performance in his study the selected theory was Maslow hierarchy of needs theory; the study shows the link by provides awareness on complexity nature motivation function together with complex nature of human being as they differ in needs. It also alerts management that when undertaking motivation function should greatly consider that an employee cannot be motivated by one reward instead the rewards should change according to the needs of a particular time. 

On another hand, Thomas (2012) investigated the study on effects of motivation on employee Performance in Ghana one of the selected theories were Herzberg two factor theory The motivating factors are those factors that make workers work harder and classified them as follows: achievements, recognition, work itself, responsibility and advancement all of these factor help to motivate improve and increase performance in the organization the theory shows a link to this study by providing factors make an employee work harder which are related to the Maslow theory because things like achievement and recognition they related to the hierarchy of needs and those factors are inside the Maslow theory of needs.

2.4	Empirical Literature
2.4.1	The Relationship between Motivation and Organizational Performance 
Several studies have been done to assess employee’s motivations in different countries. Some of the existing work including a work by Adamcová (2018) who examined the factors which influence employee motivation and performance in a multinational company Atlas Copco in Mendel University in Brno Czech republic using both methods quantitative method and qualitative method to analyze data The results of the research revealed that the greatest satisfaction can be recorded with a Work team category of factors These are relations in work teams, mutual support and Cooperation in teams or the Overall mood.

Owusu (2012) undertaken the study on the effects of motivation on employee performance specifically in Ghana using qualitative and quantitative to analyze data and found that there was a positive relationship between motivation and employee performance.

Another study was conducted by Bushiri (2014) on the impact of working environment on employee’s performance using qualitative and quantitative methodology at Institute of Finance Management in Tanzania and came up with the following findings that there was a positive relationship between working environment and employee’s performance.

Salfiya &Maharoof (2011) conducted a study on the impact of motivation on workers performance focusing on District and Divisional secretariat in Ampara District Sri Lanka using a quantitative method and using descriptive analysis also correlation and regression to analyze data and found a strong positive relationship between motivation and employee performance. The intended study is differentiated from this study as it intends to pay attention to the effects of motivation on employee performance rather than impact.

Furthermore, Mohamed (2013) conducted a study on the influence of motivation on job performance among primary teachers in public schools in Kongwa District Council, Tanzania using a quantitative method by using descriptive Statistics analysis method for and concluded that there was no significant relationship between motivation and teacher’s job performance as teacher’s performance is influenced by many factors.

Albeit (2015) conducted the study on the role of motivation on employee performance at Victoria commercial bank in Kenya using correlation and regression to analyze data and concluded that there a positive relationship between motivation and employee performance. The planned study will be different from this as will be undertaken in Tanzania.
Mfinanga (2018) assessed the relationship between motivation and organization performance her study prevails that motivated people and their commitment are vital to the productivity of the workplace as they were performed with their full potential and with high quality. Plus, she stated that having a motivated workforce provides the competitive advantage that the organization seeks and better employee performance helps the organization achieve higher productivity. The author used a questionnaire in the study to collect data. Also, the author used quantitative analysis as a methodology and descriptive analysis method. Furthermore, the study identified and revealed that greater motivation is to have a direct effect on improving productivity through greater effort and possibly innovation. They also stated that motivation leads to a product with a high-performance employee who does the best at work, saves time and effort and also volunteers to do more than what is required. Such employee was a great resource to the organization and a great model to be followed by others. If employees are motivated and happy they will do to the work to the best of their ability instead of just doing it because they have to Moreover give higher responsibilities motivates some employees as stated that employees, who get responsibilities and work hard with the tasks he/she has been given to achieve the objectives and goals of the task; feel that they are engaged with the business which leads them to use their abilities more effectively.

Scott (2005) examined the relationship between motivation and organization performance in his study employee motivation is based on a force that pushes people to make a particular job choice, remain at the job, and put in the effort. The author said employees play more important factors in the success and failure in an organization. Motivation, in the context of work, is a psychological process that results from the interaction between an employee and the work environment and it is characterized by a certain level of willingness. The research used questionnaire as one of the method of data collection in the study on another hand the researcher used mixed method by using both qualitative and quantitative analysis. The author used descriptive analysis and narrative analysis as a methodology in the study the employees are willing to increase their work effort to obtain a specific need or desire that they hold. If the level of motivation increases, the performance of employees also will increase. In another word, the motivation level is a direct and positive relationship with employee performance. Besides, the main finding of the study revealed that motivation as a power that strengthens behaviour, gives route to behaviour, a trigger the tendency to continue. This explanation identifies that to attain assured targets; individuals must be satisfactorily energetic and be clear about their destinations. It is an internal drive to satisfy an unsatisfied need and the will to psychological want that stimulates a performance that is intended at an objective.

Yemiru (2016) assessed the relationship between motivation and organization performance St. Mary University Addis Ababa the study finding revealed that working environment is positively related to employee performance, the researcher concludes that there exists a positive correlation between the two. The author used questionnaire as a data collection method and used mixed method- descriptive analysis and narrative in methodology this demonstrates that when the working environment is not conducive employee’s motivation to perform the job will reduce. There is a negative and insignificant relationship between Job Security and employee Performance. Employees are not certain that job security contributed to their performance.  

Satyendra (​https:​/​​/​www.ispatguru.com​/​author​/​satyendra​/​​) (2020) investigated the conceptual relationship between motivation and organizational performance the study found that Employees constitute the most important organizational asset which is having the highest significance to the organization. Their performance has a major impact on the performance of the organization. When the employees act diligently, intelligently, and in an appositive manner, then they give outstanding performance, and because of this, the performance of the organization improves and becomes superior. There is a close relationship between employees’ performance and organizational performance. The author used a questionnaire in the study as a data collection method.  Also, the author used quantitative analysis as a methodology and descriptive analysis method there are several factors which influences the employees’ performance. The major factors include employee motivation, teamwork, training and development, performance appraisals, employee satisfaction, compensation, job security, incentives and rewards, work environment, and organizational structure. Though all these factors are important, employee motivation is the one which has a very high influence on the performance.

2.4.2	Types of Motivations Offered to Employees 
Kluger (1996) study revealed that internal (intrinsic) motivation is a very personal form of motivation and revolves around completing a task for the sake of the task, In this case, an employee completes a task early because it is Rewarding to her or him, not because of a reward that might be earned this is very essential to production because they encourage employees to perform tasks. The objective of the study was to know the effect of feedback intervention on performance. Furthermore, the researcher used quantitative analysis method and regression analysis that allows examining the relationship between two or more variables of interest in the study.

Additionally, Ryan (1985) stated in his study that (extrinsically) motivated behaviours are generally done as a consequence of pressure and result in low self-esteem and anxiety. Extrinsic motivating Work behaviour stems from such tangible rewards such as pay, bonuses, and promotion among others. The author used the questionnaire as a data collection method and used mixed method- descriptive analysis and narrative in methodology the author used questionnaire and descriptive analysis method.

Also, Gill (2007) described Incentive motivation in the study as It is used to describe the practice of managers when they use some kind of incentives in front of workers to get them to work in the way they want or influence them to work towards to earn a reward In other words, incentive motivation is a technique to make rewards work over a long haul. Positive motivation or incentive motivation is based on reward. The workers are offered incentives for achieving the desired goals. The incentives may be in the shape of more pay, promotion, recognition of work, etc. The employees are offered the incentives and try to improve their performance willingly the author used questionnaire in the study to collect data.  Also, the author used quantitative analysis as a methodology and descriptive analysis method. Also, the author used the open-ended questionnaire.

Additionally, Buckley  (​https:​/​​/​www.lifehack.org​/​author​/​dylan-buckley​)(2020) the aim of the study was the effect of employee motivation on organizational performance. The author explained in his study about Negative or fear motivation is based on force or fear. Fear causes employees to act in a certain way. In case, they do not act accordingly then they may be punished with demotions or lay-offs. The fear acts as a push mechanism. The employees do not willingly co-operate, rather they want to avoid the punishment. The author used a questionnaire in the study as a data collection method and descriptive analysis as a methodology in the study.

Though employees work up-to a level where punishment is avoided but this type of motivation causes anger and frustration. This type of motivation generally becomes a cause of industrial unrest. Despite the drawbacks of negative motivation, this method is commonly used to achieve desired results. There may be hardly any management which has not used negative motivation at one or the other time.

Waiyaki (2017) also highlighted the effect of employee motivation on organizational performance. The author explained affiliation motivation in her study it is a drive to relate to people on a social basis Persons with affiliation motivation perform work better when they are complimented for their favourable attitudes and co-operation. This motivation is of greater use where money cannot be used to motivate, especially minimum-wage employees and contingent professionals example organizing team-building exercises that encourage the employees to build trust, Encouraging collaboration and cooperation between different teams. The author used the questionnaire as a data collection method and used mixed method- descriptive analysis and narrative in methodology the author used questionnaire and descriptive analysis method.

Adamcová (2018) on the other hand, revealed in her study in the Czech Republic that achievement motivation is the drive to pursue and attain goals. An individual with achievement motivation wishes to achieve objectives and advance up on the ladder of success here, accomplishment is important for its own sake and not for the rewards that accompany. The results of the research revealed that the greatest satisfaction can be recorded with a Work team category of factors these are relations in work teams, mutual support and Cooperation in teams or the Overall mood. The research used questionnaire as one of the method of data collection in the study on another hand the researcher used mixed method by using both qualitative and quantitative analysis. The author used descriptive analysis and narrative analysis as a methodology in the study.

2.4.3	Factor Affecting Employee Motivation Studies
Khan and Shariq (2017) concentrated on the factor affecting employee motivation in the banking industry in Pakistan. One of the main factors they identify in their study is reward and recognition comes hand in hand. Recognition for good work has a limited shelf life; praise begins to lose its impact if not accompanied by reward. Exceptional work deserves a reward and while recognition is sufficient in certain cases, employees begin to lose motivation if they are not rewarded for the extra effort. The researchers used descriptive research design in the study in additional authors used questionnaire as a primary method of data collection especially Structured Close ended questionnaire. Results of the study show that the factors not only enhance employee motivation as well as the factors also enhance their moral and social behaviour that tends to improve their work performance.

There are many ways to reward employees. Rewards (​https:​/​​/​www.penguins.co.uk​/​incentive-travel-blog​/​the-power-of-experience-on-employee-reward​) can vary in both cost and impact and it is best to offer a portfolio of rewards, examples include once in a lifetime trips and experiences, vouchers or something as simple as an extra day off. The aim of rewarding and recognizing employees is to encourage and motivate them to exceed their roles and promote positive behaviours.

Yang (2011) focused on addressing the factors that motivate the employees in china and at what extend the personal characteristics have an impact on work motivation. it involves the variables Independent variables are good pay and personal characteristics including gender, age, education level, work experience, marital status, personality and monthly income. Dependent variables are work, motivation the study found that these variables pay plays an important role to motivate the employees in china and personal characteristics have a great impact on work motivation author used questionnaire in the study to collect data.  Also, the author used quantitative analysis as a methodology and descriptive analysis method. Also, the author used the open-ended questionnaire. Conclusion shows, it is confirmed that all factors are important to motivate the employees; good pay is the most valuable variable.
Husain (​https:​/​​/​journals.sagepub.com​/​action​/​doSearch?target=default&ContribAuthorStored=Hussain%2C+Suhaidah​) (2018) on the other hand,  indicated the factor affecting employee motivation one of the factors was leadership A study found that only 2 in 10 employees (​https:​/​​/​www.gallup.com​/​workplace​/​238064​/​re-engineering-performance-management.aspx​) strongly agree that their performance is managed in a way that motivates them to do outstanding work this displays how much a good leader motivates employees. A good leader knows what truly inspires loyal and motivated humans to perform at a high level. It is important that a good leader has reasonable expectations, gives credit where credit is due and appreciates their staff the author used questionnaire in the study as a data collection method. On other hand, the author used quantitative analysis as a methodology and descriptive analysis method.

Wanjihia (2016) identified the factors that affect employee motivation and performance at Kenya The study findings revealed that employees at Kenya bankers across greatly value motivation at their workplace and majority agreed that reward is one way of motivating and hence enhancing their general performance in additional in the study respondents agreed that a good salary and compensation package and a yearly bonus would greatly motivate them in addition to other non-monetary rewards such as gift vouchers and paid vacations for them and their nuclear families. The author used the questionnaire as the data collection method and used mixed method- descriptive analysis and narrative in methodology.

Furthermore, Owoyele (2017) determined the factor that affecting employee motivation and its impact on employee performance the findings of this study revealed that employee motivation at Keski-Pohjanmaan Kirjapaino Oyj-Finland is generally in good level as most employees are motivated and satisfied with their job. The dominant factors that influence employee motivation are extrinsic factors such as monetary incentives and job security among others the author used questionnaire as data collection method and used mixed method- descriptive analysis and narrative in methodology the author used questionnaire and descriptive analysis method. 





Table 2.1:  Summary of studies from 2.4.1 to 2.4.3 previous related studies
SN	Authors’ Name & Year 	Aim of the Study	Variables Examined	Data Analysis methods used	Main findings
1	Adamcová (2018)	 The aim of the study intended to help an employer to develop new regards towards motivation Function in public sectors through development better motivation program that will help to improve employee performance and organizations Performance.	Benefits,Promotion,Salary, loan,recognition and Training.	Qualitative and Quantitative using Descriptive design and narrative analysis	The results of the research revealed that the greatest satisfaction can be recorded with a work team category of factors these are relations in work teams, mutual support and cooperation in teams or the overall mood
2	 Alibeit (2015)	The general aim of this study is the role of motivation on employee performance at Victoria commercial bank in Kenya	Employee Performanceand Salary, TrainingRecognitionPromotion	Quantitative method and descriptive analysis method include correlation and regression to analyze data	The study finding indicates there is Positive relationship between motivation and employees performance.
3	Bushiri(2014)	The study aims to assess the impact of the working environment on employee’s performance at the Institute of Finance Management in Dar es Salaam Region	Employee performance, work incentives, physical and work environment, job aid, performance feedback  	Qualitative and Quantitative using descriptive design and narrative analysis	The study findings indicate that, organization working environment had an impact on members as far as respondents are concerned also revealed that employees ‘will improve their performance if the problems identified during the research are tackled by the management
4	Salfiya &Maharoof (2011)	The aim of the study is the impacts of motivation on workers performance in Sri Lanka 	Financial motivation and non-financial motivation, work performance	Quantitative method using descriptive analysis	There seems to be a positive effect of motivation with Work performance. That is, the two variables such as, Financial motivation and non-financial motivation have a positive effect on the work performance of the Staffs. The study further establishes that element such as adequate salary, incentives, retirement benefits, training, loan and high education is important to motivate Workers.
5	yang (2011)	The aim of the study is a factor that motivates employees in china and at what extend the personal characteristic have an impact on work motivation.	Good pay, work,	Quantitative analysis using descriptive analysis	The study revealed that all factors are important to motivate the employees; good pay is the most valuable variable.






Several studies have been done extensively to address the effects of motivation on employee’s performance both at the global perspective, regional level as well as the local level, some of the existing researches including a work by Mohamed (2013) whose study focused on addressing the influence of motivation on job performance among primary school teachers in Kongwa district. Owusu (2012) focused on addressing the effects of motivation on employee’s performance in Ghana Commercial Bank. Furthermore, Bushiri (2014) addressed the impact of the working environment on employees’ performance at the Institute of Finance. Additionally, Salfiya and Maharoof (2011) assessed the impacts of motivation on workers performance in Sri-Lanka and Alibeit (2015) investigated the role of motivation on employee performance at Victoria commercial bank in Kenya and Adamcová (2018) developed new strategies regarding motivating employees in public sectors. Since there are limited studies that have been done assessing effects of motivation on employees’ performance at Telecommunication Company this study intended to bridge that gap by investigating the effects of employee’s motivation on organizational performance using a case of TTCL.  

2.6	Conceptual Framework







Figure 2.1: Conceptual frameworks
Source: Yamin, Gunasekruan and Mavondo (1999)

2.7	Chapter Summary












Jenny (2014) defined Research Strategy is a step-by-step plan of action that gives direction to your thoughts and efforts, enabling you to conduct research systematically and on schedule to produce quality results and detailed reporting. This study adopted a mixed research design approach and uses it as a research strategy. Johnson t al. (2007) define mixed methods research is the type of research in which a researcher or team of researchers combines elements of qualitative and quantitative research approaches example use of qualitative and quantitative viewpoints, data collection, analysis, inference techniques for the broad purposes of breadth and depth of understanding and corroboration.

A mixed-methods design is characterized by the combination of at least one qualitative and one quantitative research component. The first reason why the researcher used mixed-method research is Mixing data sets can give a better understanding of the problem and yield more complete evidence  it will help this study to gains both depth and breadth. Also, this study selected a mixed-method because of philosophical level this means mixed methods research combines paradigms, allowing investigation from both the inductive and deductive perspectives, and consequently enabling the study to combine theory generation and hypothesis testing within a single study.

Furthermore, another justification for selecting a mixed-method as a methodology in the study, it entails collecting, analyzing and amalgamating quantitative and qualitative methods from the initial to the concluding stages of both. As a method, it deals with the collection, analyzing and joining qualitative and quantitative information into one study. This mode of research methodology highlights and encourages the gathering of more in-depth evidence for research problems. On other hand, it helped to assist this study in the answering of questions that could not previously be answered under either qualitative or quantitative methods. Also, it does away with any form of adversarial relationships that previously existed between the two modes of research. The use of quantitative and qualitative approaches in combination provides a better understanding of research problems than either approach alone.

3.3	Research Philosophy
Research philosophy is an important part of the research methodology. Research philosophy is classified as ontology, epistemology and axiology, positivism, Interpretivism, pragmatism these philosophical approaches enable to decide which approach should be adopted by the researcher and why, which is derived from research questions (Saunders et al., 2009). This study adopted and used one of the philosophies which were used in this study and that is pragmatism is a shared belief system that influences the types of knowledge researchers to seek to obtain and how they interpret any research evidence they may collect (Morgan, 2007).

Stanford (2019) define pragmatism as a philosophical movement that includes those who claim that an ideology or proposition is true if it works satisfactorily, that the meaning of a proposition is to be found in the practical consequences of accepting it, and that unpractical ideas are to be rejected. This study adopted pragmatism because the research question is the most important determinant of the research philosophy (​https:​/​​/​research-methodology.net​/​research-philosophy​/​​). Pragmatics can combine both, positivist and Interpretivism positions within the scope of single research according to the nature of the research question. In additional a pragmatic approach provides less influence to philosophical assumptions for the conduct of research methods. By doing this, the study will be less restricted in terms of how the study can be carried out during research.

3.4	Study Population
Garg (2014) the study population is generally a large collection of individuals or objects that is the main focus of a scientific query. It is for the benefit of the population that researches are done. However, due to the large sizes of populations, researchers often cannot test every individual in the population because it is too expensive and time-consuming. This is the reason why researchers rely on techniques. The total number of TTCL employees is 720 (Apollo, 2020) which include human resource department, finance, marketing, procurement department, engineering department, sales department and other employees. 

3.5	Sample Size
 Kothari and Garg (2014), the Sample size is the number of items to be selected from the universe to constitute a sample. Mugenda (2003) defines a sample size as a subgroup of a particular population, while Swami (2003) recount sample as a unit of study, a subject on which dimension of study is taken or a part of the population. The sample sizes for this study was 87 out of 720 total employees. 

The following formula was used to determine the sample size 
  n =          N 
           1 + N (e2)

Where by n = Sample size, N = Population, e = Level of Precisions (Level of tolerance 10%=0.1), 1 = Constant
n =      720
      1 + 720 (0.12) 
  
=       720
         1+7.2

 =     720    	= 87
           8.2

So     n =87

3.6	Sampling Design
Cooper and Schindler (2001) state that sampling refers to the process by which part of the population is selected and conclusions are drawn about the entire population. There are two types of sampling design which is probability sampling and non-probability sampling. But In this study, the sampling design which was used is simple random sampling. Fleetwood (2020) explained Simple random sampling is a sampling technique where every item in the population has an even chance and likelihood of being selected in the sample. (​https:​/​​/​www.questionpro.com​/​audience​/​​) Simple random sampling was suitable for this study because It is a fair method of sampling and if applied appropriately it helped this study reduce any bias involved as compared to any other sampling method involved, also Since the population size is large in this type of sampling method there is no restriction on the sample size that needs to be created. From a larger population, you can get a small sample quite easily.

3.7	Scope of the Study
The study focused on TTCL the company which had a lot of problems previously, and currently. Since it was partially privatized in (2001) and there were a few changes of ownership of the company since privatization in 2001 until it was a state-owned company 2016, before privatization era. According to (TTCL) data in 1998, the company employed just over 4,688 workers. But between June 1998 and October 1999, TTCL reduced the number of employees to 3,720, through attrition, restrictions on new employment, and early retirement. Further, in 1998, it was recommended that a staff reduction of 1,659 employees be undertaken. This illustrates the job losses that can ensue due to privatization. 

Furthermore, another issue that affected employee motivation and organizational performance in TTCL was financial. ILO (2008) the company started suffered a financial problem from the 1990s which led to privatization to 2006-2007 until it was taken by Celtel this issue affects employee motivation because without money it’s very difficult to employee to work properly because there will be no bonus, allowance and other monetary incentives on time, employee motivation will be de-motivated. Not only that but performance in the organization will below which will lead to an organization to fail to reach its goals and objectives, target. Without good financial base employee motivation will be very low because there will be nothing to motivate the employee and as we know financial incentives always play a major role in employee motivation and organization performance in a company or organization but TTCL faced this for many years ago that’s why they end up being privatized and changes of ownership frequently.

The company experienced employee turnover first it was privatized and financial difficulties which lead to loss of employees and other staff members in 2001 which cause to other employees to move to other organizations also after it was taken by Celtel it employs more than 400 employee form 2016 to 2015 according to (Africa development bank) 2016 report. After it was taken full-back by the government of Tanzania in 2016 it started to employee back new employee now the company has more than 720 employees in the country.
 
The reason why this study was conducted at TTCL and not any other company is the company is free and it is a state-owned company there was enough data that helped this study during the research and there is a good bond between company and customer and employees and facilities. Another reasons or factor pushed to conduct this study at TTCL is the company had been down for more than ten years since it was privatized but after it was taken by the government of Tanzania there are a lot of changes as explained above. But now the company is safer than before. Kindamba (2019) said the company focuses on boost infrastructure so they can compete with other telecommunications company in the country.

3.8	Variables and Measurement Procedure
The first variable of this study is employee motivation. This variable has six items which were borrowed from Maslow (1945). employees were asked to indicate their level of agreement or disagreement in ten motivation statements provided in a five-point Likert scale ranging from 1(strongly disagree) to 5 (strongly agree).

Table 3.1: Measurement of Variables
S/N	CONSTRUCT	MEASUREMENT ITEMS	AUTHOR
1	Employee Motivation	I feel a sense of personal satisfaction when I do this job wellI take pride in doing my job well as well as I canI like to look back at a day’s work with a sense of a job well doneI try to think if ways of doing my job effectivelyI am motivated if I will be able to provide food to my familyI am motivated to perform more when I am sure of shelter I am motivated to work hard if I am sure of job securityI am motivated to work hard knowing that people in this organization respects meI am motivated to work hard knowing that the organization treats me with much loveI am motivated to work hard knowing that after I perform, I will get my salary on time	Maslow (1943)
2	Organizational performance	This organization will perform if it will be able to achieve its market-oriented goals This organization will perform if the company can achieve its financial goals.	Yamin, Gunasekruan and Mavondo (1999)




The questionnaire was used in this study to collect primary data. This study employed a structured questionnaire to solicit information for the study. It had three sections; the first section had 6 questions covering respondents’ demographic information such as age, years of experience, education, marital status, a position as well as gender. Section B had 10 questions whereby respondents were asked to indicate their level of agreement/disagreement on employee’s motivation in a five Likert scale ranging from 1(strongly disagree) to 5(strongly disagree). Section C had two questions and respondents were asked to indicate their level of agreement/disagreement in a five-point Likert scale ranging from 1(strongly disagree) to 5(strongly disagree).

3.9.2	Unstructured Interview
This study opted for the unstructured interview to solicit information regarding employee’s motivation and organizational performance. The interview guide (as indicated in Appendix 2) had six questions. Unstructured interview Fleetwood (2020) said its reference to an interview concept without any set format in which questions neither are nor predetermined so the lack of structure enables the interviewer to ask questions which come to his/her mind on the spot. The unstructured interview has an advantage such as no fixed set of questions so can explore what’s interesting/relevant at the time. The interviewer can find new ideas and hypotheses also it creates a good hope to the candidate about the organization’s work atmosphere. Furthermore unstructured interview It breaks the communication gap between the interviewer and the candidate, another advantage of unstructured interview for this study is An unstructured interview model allows you to go more in-depth on a particular topic or, focus more time learning about a particular candidate's strengths or traits, in additional it Improvise relevant interview questions. If the interviewer is good at coming up with questions on-the-spot and making the candidate feel comfortable, it can create a more relaxed atmosphere.





In this study, descriptive statistics were used to analyze respondents demographic of 
information such as age, gender, occupation.

3.10.2	Pearson correlation Method
This study used person correlation method to analyze the relationship between employee motivation and organizational performance. This implies that the first objective was analyzed using the Pearson correlation method. Bhati (2019) Correlation is a technique for investigating the relationship between two quantitative, continuous variables, for example, age and blood pressure. Pearson's correlation coefficient (r) is a measure of the strength of the association between the two variables. Advantages of Pearson correlation is if you have sample data of a lot of variables, looking at pairwise correlations may suggest a causal relation between two variables that you would investigate further. If you already know, based on some accepted theory, that there is a relation between two variables, the correlation coefficient quantifies the strength of that relation relative to other effects and. Also, it allows researchers to determine the strength and direction of a relationship so that later studies can narrow the findings down and, if possible, determine causation experimentally; in additional a graph of a correlation coefficient can show trends that help determine the future direction of a value.

3.10.3	Content Analysis
Luo (2019) Content analysis is a research method used to identify patterns in recorded communication. To conduct content analysis, you systematically collect data (​https:​/​​/​www.scribbr.com​/​methodology​/​data-collection​/​​) from a set of texts, which can be written, oral, or visual. Content analysis was used to analyze research objective two and three. Qualitative content analysis has advantages such as it follows a systematic procedure that can easily be replicated by other researchers, yielding results with high reliability (​https:​/​​/​www.scribbr.com​/​methodology​/​reliability-vs-validity​/​​), secondly  You can analyze communication and social interaction without the direct involvement of participants, so your presence as a researcher doesn’t influence the results.  Thirdly content analysis it follows a systematic strategy (​https:​/​​/​www.marketing91.com​/​marketing-and-strategy-models-and-concepts​/​​) that can be easily reproduced by other researchers, generating results with high reliability. Plus, it can be conducted at any time, any location at a little cost. This, all you need is to access the appropriate sources furthermore Finding correlations and patterns in how concepts are conveyed to different types of target (​https:​/​​/​www.marketing91.com​/​swot-analysis-target​/​​) audiences, and finally, Content analysis is a very transparent research method. The coding scheme and then sampling procedures can be set out so that replication and follow up study are feasible.

3.11	Reliability
Kothari (2009) defines reliability as the degree to which an instrument measures what it is supposed to measure. To ensure that the results are reliable, the same sets of questions were asked. The researcher measured reliability through Cronbach alpha. Goforth (2015) explained Cronbach alpha is a measure used to assess the reliability, or internal consistency, of a set of scale or test items. In other words, the reliability of any given measurement refers to the extent to which it is a consistent measure of a concept, and Cronbach alpha is one way of measuring the strength of that consistency.   Cronbach alpha was used to provide a unique estimate of the internal consistency or reliability of a scale, rather than there being a range of possible reliabilities. Cronbach alpha gave this study a simple way to measure whether or not a score is reliable. It is used under the assumption that you have multiple items measuring the same underlying construct. A generally accepted rule is that α of 0.6-0.7 indicates an acceptable level of reliability, and 0.8 or greater a very good level. However, values higher than 0.95 are not necessarily good, since they might be an indication of redundancy or duplication.

3.12	Validity
The validity, as explained by Saunders et al (2009), is concerned with whether the findings are really about what they appear to be about. Kothari (2009) adds that validity is the degree to which an instrument measures what it is supposed to measure. For this particular study, the pilot was undertaken to ensure the validity of the instruments used. Both questionnaires and interviews were administered during the pilot study and necessary changes were accommodated and instruments were refined ready for data collection.

3.13	Ethical Consideration
Mugenda and Mugenda (2003) recommends that the researcher has to be careful to avoid causing physical or psychological harm to respondents by asking embarrassing and irrelevant questions, threatening language or making the respondents nervous. Therefore, the researcher of this study firstly requested and obtained management letter from Open University to introduce himself to the management of the Tanzania telecommunication cooperation limited [TTCL] Secondly researcher sought consent with respondents and obtained permission from them to distribute questionnaires. The researcher also explained the purpose of the study to the respondents and they were assured of high confidentiality of their responses and identities also the respondents were asked to participate voluntarily.

The purpose of this exercise was cleared explained to the respondents, especially during the distribution of the questionnaire. And when it comes to confidentiality issue this means the researcher of this study will not discussing information provided by an individual with others, and secondly presenting findings in ways that ensure individuals cannot be identified chiefly through anonymization.

3.14	Chapter Summary




4.0 DATA ANALYSIS AND INTERPRETATION OF FINDINGS

4.1	Introduction
This chapter presents the data analysis and interpretation of findings and it is divided into four sub-sections. Section 4.1 presents the demographic information followed by section 4.2 that offers the relationship between the organization performance and employee motivation. Section 4.3 discusses the types of motivation offered to the TTCL employees and section 4.4 presents the factors affecting employee motivation. Section 4.5 provides the conclusion of the chapter.

4.2	Demographic Analysis
This section analyses and discusses the demographic variables of the respondents that include sex, age, education level and marital status. The total successful sample for this study is 60 respondents out of 87, whereby the distribution is 40 questionnaires and 20 interviews. Table 4.1 presents the demographic information of the respondents.

A finding from Table 4.1 reveals that around 45 percent of the respondents are males while the remaining 55 percent are females. This entails that the survey considered both sexes during data collection. Findings further reveal that around 45 percent of the respondents are aged between 28 to 37 years, followed by around 22.5 percent of the respondents who are aged 48 to 56 years, while least of them which is 2.5 percent are aged 57 years and above. Closer analysis reveals that around 75 percent of the respondents are aged below 50 years implying that TTCL has a younger and more energetic workforce that can drive and contribute to organizational performance.

It is further observed that around 50 percent of the respondents have attained an undergraduate degree followed by 37.5 percent who have attained a postgraduate degree. The remaining 12.5 percent have attained college education (7.5%), secondary education (2.5%) and certificate education (2.5%). This sort of findings indicates that TTCL has a very educated workforce that can assist in improving organization performance as more than 80 percent of the respondents have university education level. Findings also show that around 65 percent of the respondents are married followed by around 32.5 percent who are single. However, the remaining 2.5 percent of the respondents are widow/widower.







between 18years and 27 years	8	20.00
between 28years and 37 years	18	45.00
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This section examines the working experience of the employees at TTCL. Experience is captured in years. Findings reveal that 37.5 percent of the respondents have working experience of 0-5 years, followed by around 30 percent who have working experience of 11 to 15 years. It is further observed that around 25 percent of the respondents have 6 to 10 years of working experience while around 7.5 percent of the respondents have working experience of more than 15 years.

4.4	Relationship between Employee Motivation and Organizational Performance
4.4.1	Perception of Employee Motivation
Organizational performance is associated with employee motivation to some extent. Well-motivated employees can contribute to the performance of the organization. Employee motivation was assessed using 10 items that were measured using the five-point Likert scale. Table 4.2 presents the employee motivation.

Findings from Table 4.2 below reveal that around 72.5 percent of the respondents agreed that they feel a sense of personal satisfaction when they do their jobs well. It is further observed that around 82.5 percent of the respondents they agreed that they take pride in doing their jobs well as much as they can. Findings further show that around 85 percent of the respondents agreed that they look back at their day’s work with a sense of a job well done. 


Table 4.2:  Employee motivation
Variable	Strongly disagree	Disagree	Neutral	Agree	Strongly agree	Total
I feel a sense of personal satisfaction when I do this job well	5	2.5	20	20	52.5	100
I take pride in doing my job well as well as I can	2.5	2.5	12.5	32.5	50	100
I like to look back at a day’s work with a sense of a job well done	2.5	5	7.5	50	35	100
I try to think of ways of doing my job effectively	2.5	2.5	5	37.5	52.5	100
I am motivated if I will be able to provide food to my family	7.5	2.5	10	40	40	100
I am motivated to perform more when I am sure of shelter	5	2.5	7.5	35	50	100
I am motivated to work hard if I am sure of job security	2.5	0	7.5	35	55	100
I am motivated to work hard knowing that people in this organization respects me	2.5	0	15	27.5	55	100
I am motivated to work hard knowing that the organization treats me with much love	5	2.5	10	22.5	60	100
I am motivated to work hard knowing that after I perform, I will get my salary on	7.5	2.5	7.5	27.5	55	100
Source; fieldwork (2020)

Findings further show that around 90 percent of the respondents have reported that they try to think of the ways of doing their jobs effectively. Findings also show that around 80 percent of the respondents reported that they are motivated if they can provide food for their families. This indicates that they need salaries that are sufficient to be able to cater for their families. Around 85 percent of the respondents reported that they are motivated to perform more when they are sure of shelter. This implies that when they are assured of housing allowance, they are more likely to be motivated.

Assurance of the job security has also been reported by around 90 percent of the respondents to be among the factors influencing employee motivation. Findings also reveal that around 82.5 percent of the respondents agreed that they are motivated to work hard knowing that people in this organization respects me. Furthermore, around 82.5 percent of the respondents have agreed that they are motivated to work hard knowing that the organization treats me with much love. Also around 82.5 percent of the respondents reported that they are motivated to work hard knowing that after they perform they will get salary on time. 

4.4.2	Organization Performance
Organization performance was also assessed using two items that were measured using the Likert scale. Table 4.3 presents the perception of organizational performance.

Table 4.3: Perceptions of organizational performance
Variable	Strongly disagree	Disagree	Neutral	Agree	Strongly agree	Total
This organization will perform if it will be able to achieve its market-oriented goals	2.5	7.5	5	22.5	62.5	100
This organization will perform if the company can achieve its financial goals	2.5	0	7.5	22.5	67.5	100
Source; fieldwork (2020)

Findings from Table 4.3 reveal that around 85 percent of the respondents have agreed that this organization will perform if it will be able to achieve its market-oriented goals. It is further observed that around 90 percent of the respondents agreed that the organization will perform if the company can achieve its financial goals. This indicates that organizational performance is associated with its market-oriented goals and financial goals.
4.4.3	Employee Motivation and Organizational Performance
This section examines the relationship between employee motivation and organizational performance. Pearson’s Correlation approach was employed in examining the relationship between employee motivation and organizational performance. Table 4.4 presents this relationship.









**. Correlation is significant at the 0.01 level (2-tailed).
Source; fieldwork (2020)

Table 4.4 reveals that there is a positive relationship that exists between employee motivation and organizational performance. The relationship is explained by 63 percent and it is statistically significant. This sort of finding indicates that employee motivation influences organizational performance by around 63 percent.

4.5	Reliability Test
This section discusses the reliability of the instrument used in this study. Cronbach Alpha test was used to check for the reliability. Employee motivation variable had ten items that were measured in a five-point Likert scale while organizational performance had 2 items. Table 4.5 presents the reliability test results.
Table 4.5: Reliability test results






Findings reveal a reliability index of 0.879 that indicates a high level of reliability or acceptability of the data and findings. Therefore, this study data and findings are highly reliable hence can be replicated to somewhere else.

4.6	Types of Motivations Offered to TTCL Employees
There are different kinds of motivations that are being offered to the employees in different workplace. This employee motivation depends very much on how the organizations value their employees. In line with this study, the study examines the types of employee motivation offered by TTCL to their employees. In addressing this objective, interviews were carried out with some keys respondents. A total of 20 interviews were administered. The following are the types of employee motivations identified at TTCL; 

Promotion or carrier advancement Findings revealed that employees at TTCL are being offered with promotion or carrier advancement after having performed well in their jobs after a specified period. This entails that employees who receive promotion feel the sense of working hard hence their productivity increases from the motivation.
Salary increments and fringe benefits Interviews with the key informants also revealed that salary increments and fringe benefits are other types of benefits offered to TTCL employees by their employer. There are fringe benefits offered to employees about employee performance. Also, salary increments are being provided by the employees during every working year and there are yearly benefits provided to the employees. 

Training and carrier development another type of motivation offered to the TTCL employee is training and carrier development. Findings from the interviews with the key informants revealed that TTCL employees are being offered with work-related training to improve their productivity and step up to the carrier ladder. 
Security Also employees from TTCL are observed to enjoy working in a secured environment. Findings from the interviews with the key informants revealed that TTCL employees have been provided with a clean, conducive and secured environment that increases employee motivation and in turn, it increases organization motivation.

Paid leave Findings from the interviews with key informants revealed that TTCL employees are also motivated with the paid leave during their holidays. For instance, when employees are going for maternity leave, they are being paid. This boosts their working efficiency hence increases the organizational performance.

Medical allowances it was also revealed from the findings that TTCL employees are being offered with medical allowances when they get sick. The medical allowances provided enable the employees to afford proper medical treatment and get back to work on time. This improves their health conditions and increases their productivity and organizational performance.

4.7	Factors affecting Employee Motivation
There are several factors affecting employee motivation, hence reducing their motivation as well as organizational performance. Several factors have been provided to affect the employee motivation at TTCL that include the following;

Delays in promotion findings from the interviews with the key informants revealed that there are delays in employee promotion in the sense that the promotion of workers is not done in time. Evidence from the existing literature suggests that late promotion is among the most mentioned challenge facing employee motivation at the workplace. When employee motivations are late it reduces the worker's sense of owning work and efficiency declines.

Shortage of capacity building training is very critical for improving employee performance. Capacity building training increase employee’s confidence, knowledge and skills are hence more likely to increase organizational performance. Findings from the interviews with the key informants reported that there is a shortage of capacity building training in the sense that training provided in a year are very few.
Delays in overtime payments it has also been reported that there are delays in overtime payments as well as sometimes there are no overtime payments results into decline in the employee motivation. Overtime payments are necessary since they account for the extra time that workers have spent at work beyond the normal working hours that they could be doing something else.
Low recognition Findings from interviews have also revealed that low recognition of the employee’s efforts affects employee motivation. Some of the employee efforts in fulfilling their duties are not recognized and appreciated, this reduces their working spirit and motivation hence decline in organization performance.

Lack of employee motivation package Findings from the interviews with the key informants revealed that there is no employee motivation package. This affects the provision of the employee motivation at TTCL since employees are not sure to what extent they will benefit from working harder.

4.8	Solutions to the Employee Motivation Challenges
Employee motivation at TTCL is being affected by various factors including late promotions, shortage of training, late payments of overtime allowances and lack of motivation package. To improve the employee motivation at TTCL, findings from the interviews with key informants revealed the following solutions.

Timely promotion Interviews with the key informants revealed that to promote employee motivation there is a need for providing timely promotion to employees. Timely promotion increases the worker's trust and confidence as well as the sense of owning the work; hence it increases the organizational performance. Similar findings were obtained in previous studies Mpume (2017).

Employee motivational package Findings also suggests that there is a need for developing employee motivation package that will stipulate in advance how the employee motivation will be addressed. This will assist very much in addressing employee motivation. This finding concurs with the findings in previous studies Mpume (2017).

Increase capacity building training it is found out that capacity building training offered now to TTCL employees are few. Furthermore, capacity building training is of great importance as they increase employee’s professional skills and confidence in their work hence increase employee’s productivity and organizational performance. Ajalie (2017) suggests that training and carrier development have a significant effect on employee motivation.

Timely payment of overtime payments another solution of improving employee motivation is through timely payment of the overtime allowances. This will motivate employees to work overtime as it increases the sense of work ownership and appreciation of their efforts hence more productivity.








This chapter presents the discussion of the main findings from the analysis and it is divided into three subsections. Section 5.1 presents the relationship between employee motivation and organizational performance followed by section 5.2 that identifies the types of motivation offered by TTCL to their employees. Section 5.3 discusses the factors that affect employee motivation at TTCL.

5.2	Relationship between Employee Motivation and Organizational Performance
To examine the relationship between the employee motivation and organizational performance the study employed Pearson correlation approach. It was revealed that there is a positive significant relationship between employee motivation and organizational performance (r=0.63, P-value=0.000). This sort of findings calls for the organization to develop good employee motivational packages that will assist in improving organizational performance. These findings are consistent with findings from the previous studies that also found a positive correlation between employee motivation and organizational performance (Muhammad et al., 2011; Manzoor, 2012; Bakotic, 2016).

5.3	Identification of Types of Motivation at TTCL
The study has been able to identify different types of employee motivation at TTCL. 
These motivations include the following. Promotion or carrier advancement Findings revealed that employees at TTCL are being offered with promotion or carrier advancement after having performed well in their jobs after a specified period. This entails that employees who receive promotion feel the sense of working hard hence their productivity increases from the motivation. Findings are consistent with findings from Linder (2010), Mpume (2017), and Farhanabanana (2013).

Salary increments and fringe benefits Interviews with the key informants also revealed that salary increments and fringe benefits are other types of benefits offered to TTCL employees by their employer. There are fringe benefits offered to employees about employee performance. Also, salary increments are being provided by the employees during every working year and there are yearly benefits provided to the employees. Furthermore, the provision of salary on time increases employee’s motivation. The findings are consistent with the findings from the previous studies conducted elsewhere (Kwesigabo et al., 2012; Kyaruzi, 2017).

Training and carrier development another type of motivation offered to the TTCL employee is training and carrier development. Findings from the interviews with the key informants revealed that TTCL employees are being offered with work-related training to improve their productivity and step up to the carrier ladder. Also, TTCL employees are being provided with opportunities to upgrade their academic professional after having worked for some years whereby it increases their confidence in work, love for work and turns it motivates them to work harder. Similar findings were obtained by the studies in the previous studies (Kyaruzi, 2017). Security Furthermore employees from TTCL are observed to enjoy working in a secured environment. Findings from the interviews with the key informants revealed that TTCL employees have been provided with a clean, conducive and secured environment that increases employee motivation and in turn, it increases organization motivation.

Paid leave Findings from the interviews with key informants revealed that TTCL employees are also motivated with the paid leave during their holidays. For instance, when employees are going for maternity leave, they are being paid. This boosts their working efficiency hence increases the organizational performance. Previous studies also revealed that paid leave increases employee motivation Kyaruzi (2017).

Medical allowances it was also revealed from the findings that TTCL employees are being offered with medical allowances when they get sick. The medical allowances provided enable the employees to afford proper medical treatment and get back to work on time. This improves their health conditions and increases their productivity and organizational performance.

5.4	Factors Affecting Employee Motivation
The study employed an interview approach to establish factors affecting employee motivation at TTCL. Findings pointed out the following factors.

Delays in promotion findings from the interviews with the key informants revealed that there are delays in employee promotion in the sense that the promotion of workers is not done in time. Evidence from the existing literature suggests that late promotion is among the most mentioned challenge facing employee motivation at the workplace. When employee motivation is late it reduces the worker's sense of owning work and efficiency declines. This reduces the worker's motivation hence results in a decline in organizational performance. The findings are consistent with the findings from previous studies conducted elsewhere (Robbins and Pattison, 2005). 

Shortage of capacity building training is very critical for improving employee performance. Capacity building training increases employee’s confidence, knowledge and skills are hence more likely to increase organizational performance. Findings from the interviews with the key informants reported that there is a shortage of capacity building training in the sense that training provided in a year are very few. This affects employee motivation negatively. These findings are consistent with findings from other studies conducted elsewhere Mpume, (2017).

Delays in overtime payments it has also been reported that there are delays in overtime payments as well as sometimes there are no overtime payments results into decline in the employee motivation. Overtime payments are necessary since they account for the extra time that workers have spent at work beyond the normal working hours that they could be doing something else. Findings are consistent with the findings from the previous studies Mpume, (2017).

Low recognition Findings from interviews have also revealed that low recognition of the employee’s efforts affects employee motivation. Some of the employee efforts in fulfilling their duties are not recognized and appreciated, this reduces their working spirit and motivation hence decline in organization performance. Proper recognition is evidenced to be correlating with employee motivation even in the previous studies (Ali and Ahmed, 2009; Kamalian et al., 2010; Danish and Usman, 2010; Manzoor, 2012).





6.0 CONCLUSION AND RECOMMENDATIONS

6.1	Introduction
This chapter presents the conclusion of the study and it is subdivided into four sections. Section 6.1 presents the summary of the study followed by section 6.2 summary of the study findings. Section 6.3 Conclusion of the study followed by section 6.4 implication of the study findings.

6.2	Summary of the Study Findings
Organizational performance is highly associated with employee motivation. For instance, the main objective of the study is to examine the effects of employee motivation on organizational performance using a case study of TTCL. Specifically, the study examines the relationship between motivation and organization performance, to identify types of motivation offered to TTCL employees by their employers, to identify the factors affecting motivation at TTCL. The study reviewed a Maslow hierarchy of needs theory in an attempt to explain more about the employee motivation and types of motivation. The theory points out two types of motivation that include intrinsic motivation and extrinsic motivation.

The study employed a mixed research design approach including both qualitative and quantitative approaches for data collection and analysis. The study population consists of all TTCL employees and random sampling technique was used to withdraw the sample size for the study. Data collected from the field was entered in Statistical Package for Social Sciences (SPSS) version 20 and data cleaning was conducted after data entry exercise. Data cleaning involved checking for data accuracy and completeness Data analysis was conducted through descriptive analysis, Pearson correlation and content analysis approach. Cronbach alpha test was also conducted to check for the data reliability.

6.3	Conclusion of the Study
i)	The first objective of the study is to examine the relationship between employee motivation and organizational performance. The objective was analyzed using descriptive analysis and Pearson correlation. Findings revealed that there is a positive relationship that exists between employee motivation and organizational performance.

ii)	The second objective of the study is to identify the types of motivation offered to TTCL employees by their employers. This objective was answered using the interview approach whereby content analysis was employed during analysis. Findings revealed that TTCL employees are being offered various types of motivation packages that include the following; promotion, salary increments and fringe benefits, medical allowances, paid leave, security and capacity building training. This type of motivations offered increases workers performance and increases organization performance as well.

iii)	The third objective of the study is to identify factors affecting employee motivation at TTCL. The objective was also addressed using the interview approach. Findings revealed that various factors affect employee motivation at TTCL. Among other things, the factors identified from the interviews with key informants include the following; late promotions, delays in overtime payments, low recognition of workers efforts, few capacity building training and lack of employee motivation package. 

6.4	 Implications of the study findings
i)	The findings revealed that there is a positive significant correlation that exists between employee motivation and organizational performance. This indicates that employee motivation boosts organizational performance.in additional this means that employee will work harder if they are motivated well and improve organization performance due to motivation they get Hence, the study recommends that organizations should develop employee motivation packages that will be administered on the employee to boost organizational performance. 

ii)	Findings further revealed that different types of employee motivation are offered to TTCL employee. Among other things include salary increments and fringe benefits, paid leave, medical allowances, promotions, and capacity building training. The study recommends the organization to analyze how other prosperous organizations motivate their employees so that they can improve on these.

iii)	It was also revealed that several factors affect the provision of employee motivation at TTCL. These include low recognition, lack of employee motivation package, late promotions, late payments of overtime allowances, and shortage of capacity building training. This implies that employee motivation at TTCL is still not optimal, thus improving employee motivation increases chances for improving organizational performance. Therefore, the study recommends that to improve the employee motivation there should be a timely promotion, increase capacity building training, improve recognition of employee efforts, and develop motivation package and timely payment of overtime allowances.

6.5	Limitations of the study and areas for Further Studies
This study focused on the effects of employee’s motivation and organizational performance using a case of TTCL therefore, the findings of this study cannot generalize outside the study area. Also, future studies could focus on comparative studies by using more than one case and see whether similar findings can be generated. Furthermore, this study used questionnaire and structured interviews as the main tools for data collection, future studies could opt for other data collection techniques such as observation, or focus group discussion to check whether similar findings can be generated. Additionally, this study opted for Pearson and content analysis methods to analyze the generated information, therefore, a future study could opt for different data analysis method such as grounded theory and come up with a new theory that can be beneficial to Tanzania context. Lastly, this was a cross-sectional research design, therefore, it is difficult to capture the perceptions of employees regarding the kinds of rewards they have been getting but a longitudinal study will be able to shed light on reality on the ground over a long period and observation method can be used to get the actual feeling on how employees feel regarding how they are treated with their employers. 

6.5.1 Recommendations
i)	The first objective is to examine the relationship between employee motivation and organization performance the study has put forward several recommendations as discussed below first Salary component of the extrinsic reward system, therefore the management should annually increase and adjust employees’ salaries. The management should set aside sufficient budget to accommodate different organization and employees needs.

ii)	Another recommendation is to increase training for employees this will boost their skills, knowledge at the workplace, training will keep employees in good mind and morale Furthermore, capacity building training is of great importance as they increase employee’s professional skills and confidence at their workplace hence increase employee’s productivity and organizational performance.

iii)	The study recommends that management should establish recognition strategies to appreciate higher performing employees, to promote employees motivation and hence lead to organization performance.
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APPENDIX 1: Questionnaire Guide
Dear respondents. 
I am Omari kajia pursuing Master of Human Resources Management at Open University of   Dar es Salaam, Faculty of Business Management. I am kindly asking you to spare a few minutes to complete the following questionnaire. The main objective of this questionnaire is to assess the effect of motivation strategies on organizational performance. 

SECTION A: Demographic information
1.	Position/Department…………………………………………………………
Please tick ( ) in each question that best represent your views in the space provided 
2.	Gender?
a. Male 	(   ) 	b. Female	 (   ) 
3.	What is your age? 
a. Between 18 years to 27 years ( ) b. between 28 to 37 years ( )c between 38-47 years d. between 48-56 ( )   e. above 57 (  )
4.	Educational Background?
a. Postgraduate (   ) b. Undergraduate (    ) c. College ( )d. secondary school e. certificate (  )
5.	How long have you worked in Tanzania Telecommunications Corporation limited?
a. 0-5years ( ) b. 6-10 years ( ) c. 11-15 years (  ) d. above 15years
6.	Marital status?
a. Single (   )  b. Married 	(   ) c. Separated (   ) d. Divorced (  ) e. Widow (   ) 

Section B: Employee Motivation
In the following statements, you are kindly require to indicate your level of agreement or disagreement regarding motivation items in a five point likert scale ranging from 1(strongly disagree) to 5(strongly agree). Please Tick (γ) once
S/N	Motivation Items	1	2	3	4	5
	I feel a sense of personal satisfaction when I do this job well					
	I take pride in doing my job well as well as I can					
	I like to look back at a day’s work with a sense of a job well done					
	I try to think if ways of doing my job effectively					
	I am motivated if I will be able to provide food to my family					
	I am motivated to perform more when I am sure of shelter 					
	I am motivated to work hard if I am sure of job security					
	I am motivated to work hard knowing that people in this organization respects me					
	I am motivated to work hard knowing that the organization treats me with much love					
	I am motivated to work hard knowing that after I perform I will get my salary on time					

Section C: Organizational performance
In the following statements, you are kindly require to indicate your level of agreement or disagreement regarding organizational performance items in a five point likert scale ranging from 1(strongly disagree) to 5(strongly agree). Please Tick (γ) once
S/N	Organizational Performance 	1	2	3	4	5
	This organization will perform if it will be able to achieve its market-oriented goals 					
	This organization will perform if the company is able to achieve its financial goals.					

Thank you for your time and co-operation. Your opinions are highly valued. Please be assured that your answers were remaining anonymous
APPENDIX 2: Interview Guide
Introduction
Dear respondents. 
I am Omari kajia pursuing Master of Human Resources Management at Open University of   Dar es Salaam, Faculty of Business Management. I am kindly asking you to spare a few minutes to complete the following questionnaire. The main objective of this questionnaire is to assess the effect of motivation strategies on organizational performance
To identify types of motivations offered to TTCL employees by their employer
1.	Can you tell me when did you start working in this organization?
2.	What kind of motivation have you been getting since you started working here……………………………………………………………………………?
3.	In your opinion, do you think the type of motivation you have been getting has improved the performance of this organization? If yes, please explain why....................................................................................................................?
If no, please explain why not…………………………………………………………
4.	In your opinion, which kind of motivation do you prefer to get from your employer, please explain why..........................................................................?
5.	What do you think are the factors affecting the provision of employee’s motivation in this organization.........................................................................?
6.	In your opinion what do you think should be done to get rid of this problem……………………………………………………………………….?










Food / accommodate 
Security
Respect 
Achievement 
Self-confidence Competence 
Salary 
Love 
Belonging

Organizational Performance
Market oriented goals
Financial goals






